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Summer camps employ over one million staff members every summer, most of 
whom fall between the age range of 18-25 (ACA, 2012). Surveys done by the American 
Camp Association show that approximately 50% of camps have a 48% rate of return for 
counselors each summer, yet little research has been conducted to focus on what impacts 
staff retention (ACA, 2011). The theory of place attachment proposes that people form 
and retain bonds to physical locations by means of place dependence, place identity, 
social bonding, and affective attachment (Kyle, Mowen, & Tarrant, 2004; Milligan, 1998; 
Scannell & Gifford, 2010). Place attachment literatu e has been used to explain 
workplace attachment and employee retention in other settings, but it has never been 
applied to organized camps (Inalhan & Finch, 2004; Pretty, Chipuer, & Bramston, 2003). 
The purpose of this study was to examine the connection between a counselor’s place 
attachment to camp and his or her intent to return to the same camp for another summer 
of employment. An online survey was administered to camp counselors who worked at 
various camps during the summer of 2012. This survey consisted of participant 
demographics, camp experience, place attachment, and his/her intent to return. The 
results demonstrated that place attachment to camp was related to a counselor’s intent to 
return to camp the next summer, and a relationship was found between the number of 
years a counselor worked at camp and his/her place attachment to camp. Age and gender 
did not to play a role in place attachment or intent o return to camp. The uniqueness of 
the environment of camp may explain why place dependence and affective attachment 
are formed. Place identity in counselors could be ar sult of personal growth experienced 
 iii  
at camp because of the unique role that being a camp ounselor provides to emerging 
adults. While social bonding did not have as strong a  impact in this study as expected, 
previous research on the social aspect of counselors pr vides direction for further 
research on this area and the other sub-dimensions of place attachment. Future research 
on how to facilitate place attachment through involvement of counselors in and out of 
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Over 11 million children attend camp in the U.S. summer including both 
residential and day camp programs, according to the Am rican Camp Association (ACA; 
2012). The United States has approximately 12,000 camps that are facilitated by over 1 
million staff members that serve as counselors, lifeguards, activity specialists, nurses, 
food service and many other vital positions (ACA, 201 ). The American Camp 
Association (ACA) states that there has been a 90% increase in the number of day camps 
in the last twenty years alone (ACA, 2012).  
 The growth in camp attendance may be due to the positive impact camp has on 
children and adolescents. Parents of campers list “building self-confidence, self-esteem, 
social skills and making friends” as reasons why they see camp as an important place to 
send their children during the summer (ACA, 2012). Research has indicated that going to 
summer camp has a positive impact on youth development. Garst et al. (2011) notes that 
children and youth attending summer camps are found to have increased intrapersonal 
skills with other children and with adults. Research noted outcomes such as “self-esteem, 
peer relationships, independence, adventure and exploration, leadership, environmental 
awareness, friendship skills, values and decisions, social comfort and spirituality” (Garst 
et al., 2011, pg. 81) as outcomes campers had from experiences at camp. Dahl (2009) 
discusses these transformations amongst youth may be due to the “transformative spaces” 
such as a place like camp (pg. 232). This is based on the structure and environment that 
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camp provides children because it is typically located in nature and programing is 
structured so that growth can occur in young people (Dahl, 2009).  
Camp counselors have a direct impact on how and why these children gain such 
vital life skills while attending camp. Due to their role as a caretaker, Dahl (2009) 
discusses the impact that counselors have on campers because they “served as both 
guides and role models” (pg. 233) for these young children. Despite the fact that many 
camps offer low wages, long hours, and little time off, there is a high return rate for camp 
counselors (ACA, 2012; Soyars, 2010; Waskul, 1999). The ACA’s staff retention survey 
cites “48% of camps report a staff return of 50% or m re” (ACA, 2011). Camp directors 
spend time recruiting and interviewing potential stff prior to the start of summer. Once 
staff members are selected, proper training is important to ensure the safety and well 
being of the children because the counselors become the primary care takers for the 
campers (Lyons, 2003; Soyars, 2010). Returning counselors offer the experience of 
previous summers at camp that provides unique guidance for new counselors as they take 
on a new position at camp. One camp director wrote this about returning staff:  
“Retaining a quality staff is key to having a great c mp. There is a synergy built 
upon returning staff — they are experienced, capable, and already committed to 
the mission of the camp” (Byrnes, 2004).  
Since returning counselors are fundamental to the camp environment, discovering what 
prompts their return will give camp directors the ability to increase retention and 
therefore create a stronger camp environment.  
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 Most camp counselors fall within the age range of 18 – 25, which has recently 
been identified in research as “emerging adulthood” (Arnett, 2000, 2006, 2007). Having 
an understanding of the life circumstances and context of this population is important in 
considering what they look for in their work environments. There are several reasons why 
this particular stage of life is described as emerging adulthood. Individuals within this 
developmental stage are typically searching for thei  id ntity through experiencing new 
things and challenging their set of beliefs. Even though society has dubbed the members 
of this developmental stage as adults, most often th se young people don’t view 
themselves as adults (Arnett, 2000; Arnett, 2006; Bynner, 2005). Arnett (2006) noted 
“accepting responsibility for your self, making independent decisions, and becoming 
financially independent” are most commonly referenced as the “top criteria for 
adulthood” (pg. 12). Arentt (2006) goes on to discuss that these qualifications for 
adulthood are not reached in one moment, but a slow and ongoing change. Individuals 
within the emerging adult phase are starting to make those life changes but have not fully 
reached the adulthood stage.  
 While the literature on emerging adulthood describes a need for new life 
experiences, returning camp staff seems to go against this need to have those challenges 
and adventure. Some of the literature that has studied counselors speaks to a “loyalty” 
and bond to camp (Johnson, Goldman, Garey, Britner, & Weaver, 2010; Waskul, 1999).  
This concept of loyalty to camp could be explained through the Theory of Place 
Attachment. This theory explains the complex connection that people have with examples 
such as childhood homes, a favored vacation spot, a place in nature, or just a physical 
 4
location (Hidalgo, 2001; Inalhan & Finch, 2004; Milligan, 1998). These attachments are 
formed due to various different reasons through social interactions or individual contact 
with the physical place. This theory takes into account the person, place and the process 
of how an attachment is formed (Beckley, Stedman, Wallace, & Ambard, 2007; Hidalgo, 
2001; Manzo, 2006; Milligan, 1998; Scannell & Gifford, 2010; White & Green, 2010). 
Place attachment has been used in other fields to explain why people choose to either stay 
at their current place of employment or choose to not relocate for a job because of the 
attachments to the place (Inalhan & Finch, 2004; Kuipers, 2009; Riketta & Dick, 2005; 
White & Green, 2010). 
Since this theory explains why and how bonds are formed and kept over long 
periods of time, even after the person has been remov d from the place they cherish, it 
may provide a window of understanding to why counselor  return to camp. In a study 
done by Waskul (1998), he looked at the social and intrapersonal shifts that occurred 
within the counselors throughout a summer while working at a camp. His researched 
showed references of that after only a few weeks camp became “home” to several camp 
staff  (Waskul, 1998). This concept of “home” and being attached to a place highlights 
the theory of place attachment (Milligan, 1998).  
 Since place attachment explains why people have emotional bonds to physical 
places or things, it has been used to examine what causes employees to remain or leave at 
their workplace. Employee retention is studied in business, non-for profits, healthcare, 
childcare, and many other fields (Brown & Yoshioka, 2003; Curry, Mccarragher, & 
Dellmannjenkins, 2005; Kuipers, 2009; Ramlall, 2004). Retaining trained employees cut 
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costs for businesses and offers added benefits such as the knowledge that experienced 
workers have to offer (Ramlall, 2004; Sheridan, 1992).  
“Excessive turnover of quality person disrupts planning, results in a loss of job 
efficiency and is bout to affect staff morale and client relations, making it very 
expensive for the firm” (Doll, 1983, pg.1).  
Even though this quote applies to an accounting busines  setting, the primary meaning 
can be extrapolated for camps. Focusing on employee ret ntion in other fields offers 
guidance to why this is just as important in the camping industry. Returning counselors 
offer a plethora of veteran experience working with campers, understanding the mission 
and purpose of the camp, and leadership to aid the growth of the summer camp.  
 Benefits on camp staff have begun to be researched. Garst et al. (2009) examined 
the benefits of working at a camp for the staff as young adults. He found that many of the 
same benefits that young campers gain from the camping experience are seen in the 
young adults that work at camp such as  
“positive self-identity, skill development, provides multi-faceted skill 
development, stimulates career exploration and reflection, and provides 
opportunity for young adults to be a contributing part of a community” (Garst et 
al., 2009, pg. 11).  
Garst et al. (2009) suggested that it was possible the unique environment of camp in it’s 
“transformative learning condition, including the role of rituals, tradition, and simple 
lifestyle” (pg. 11) may have had an impact on the development within counselors. 
In another article, Garst et al. (2011) examines how y ung adults are better 
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rounded in relationships and as active members of their hometowns. Even though the 
benefits are geared toward campers, counselors glean th  same positive outcomes the 
campers themselves do. 
 While the research discusses the benefits of camp for counselors, outside of those 
parameters the research is sparse. The majority of the research surrounds the 
transformation that counselors undergo as individuals, gaining life skills and an 
understanding of themselves and the world around them (Garst et al., 2009; Garst et al., 
2011; Soyars, 2010; Waskul, 1998). Hiring a summer staff is vital to every camp in order 
to have a successful camping season. According to a study done by the American Camp 
Association on staff recruitment, out of seventy-eight camps questioned, thirty-seven 
camps had staffs comprised of 50-74% returning staff members. Fifteen camps had 75-
100% of their staff be returners (ACA, 2011). Why do such high rates of return occur 
amongst camp staff? Does this bond to camp and calling it “home” play a roll in why 
counselors return to camp for more summers of employment? Does the theory of place 
attachment explain this occurrence? These questions are unanswered by the literature.  
Purpose Statement  
The purpose of this research is to find if there is a relationship between a 
counselor’s place attachment to camp and an increased intent to return to that camp for 
another summer of employment. Returning staff offers camp directors and campers the 
experience and knowledge that new staff members do not possess. By gaining a better 
understanding of how attachments influence counselor  to return to camp, camp directors 
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can better understand how to retain staff strengthening their camp program and providing 
a better environment for campers.  
Research Question 
Hypothesis 1: There will be a positive relationship as the number of years a counselor has 
worked at camp increases; so will their level of place attachment.  
Hypothesis 2: There will be a positive relationship as a camp counselor's level of place 
attachment increases; so will their level of intent to return to camp next summer.  
Hypothesis 3: The demographics of age and gender will play a role in the relationship on 
place attachment and intent to return.  
a. There will be a negative relationship between the ag  of the counselor and 
their intent to return. 
b. There will be no relationship between gender and intent to return and/or place 
attachment.  
Definition of Terms 
Camp: “a sustained experience which provide a creative, recreational and educational 
opportunity in group living in the out-of-doors. It u ilizes trained leadership and the 
resources of the natural surrounding to contribute to ach camper’s mental, physical, 
social, and spiritual growth” (ACA, 2007 pg. 299). For this purpose of this study, camp 
will be classified as a residential camp. Camps should be recreational or leisure based 
programs with a nature/outdoor-based environment.  
 
 8
Counselor: “paid or unpaid staff hired, trained and directly supervised by the camp, who 
may be seasonal or year-round, full time or part time” (ACA, 2007, pg. 299). Counselors 
must have worked at least one summer at a residential camp and lived at camp for at least 
six consecutive weeks.  
 
Place Attachment: There are four sub-dimensions of place attachment that will be used in 
this study 1) Place Dependence, 2) Place Identity, 3) Affective Attachment, and 4) Social 
Bonding (Kyle, Mowen, Tarrant, 2004). Place dependence explains an individual’s bond 
with a place due to their interaction and fulfillment they get from a place (Williams & 
Roggenbuck, 1989; Kyle, in print). Place identity looks at the individual’s personal 
identity formation within that location (Kyle, in print). Affective attachment is the 
positive feelings associated in and for a specific pla e usually due to a person’s bond and 
interaction within a specific place (Jorgensen & Stedman, 2001). Social bonding 
examines bonds between people and a place based on the communication, support, and 
interpersonal relationships formed in a place or setting of the experience (Inalhan & 
Finch, 2004; Pretty, Chipuer, & Bramston, 2003). This will be the independent variable 
for this study.  
 
Retention:  “Returning camp staff who worked as cabin counselor  the previous summer 
at the same camp” (Becker, 1983, pg. 7) For the context of this study, the sample 
participants will be counselors and other summer staff who have direct contact with 






 The purpose of this research is to find if there is a relationship between a 
counselor’s place attachment to camp and an increased intent to return to that camp for 
another summer of employment. Understanding the factors influencing employee 
retention allows camp administrators to increase employee retention.  
In this chapter, a complete review of the related literature will be provided in 7 
sections: (1) Employee Retention, (2) Camp, (3) Emerging Adulthood, (4) The Role of 
Summer Camp in Emerging Adulthood Development, (5) Attachment to Camp, (6) Place 
Attachment, and (7) Theory of Planned Behavior. A summary will follow the reviews of 
the previous research.  
Employee Retention 
 Employee retention is an important issue among various types of corporations. 
There is a growing trend of consumers that are not pleased with “excessive turnover and 
are demanding the expertise that comes with experience” (Hermansen, Carcell, 
Hermanson, Polanslcy, & Williams, 1995, pg. 39). Employees that have been well trained 
and have the knowledge and leadership from years of experiences offer many benefits to 
any company (Hermanson et. al, 1995).  
Corporations spend time reviewing applications and references, meeting with 
employee candidates, and hiring those that fit the needs of that workplace. If a suitable 
employee is found, companies want to keep that employee long term for cost 
effectiveness and they do not want to loose quality employees (Ramlall, 2004; Sheridan, 
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1992). One of the reasons that companies want to keep their quality employees is due to 
the “the concept of human capital and knowledge management is that people possesses 
skills, experience and knowledge, and therefore have economic value to organizations” 
(Ramlall, 2004, pg. 53). Employees that have been wll-trained and have invaluable 
knowledge from experiences within that workplace ar of great value to their employers 
(Sheridan, 1992). Therefore, it is important to gain better understanding of factors that 
influence employee retention. 
The business sector has tried to understand the motivati ns of employees 
remaining or leaving their place of work. Sheridan (1992) looked at organizational 
cultures and if the values of certain companies played a role in employees staying in their 
current position. Within the cases he studied, the companies that emphasized 
interpersonal relationships were more likely to keep mployees at least fourteen months 
longer (Sheridan, 1992). Relational emphasizing workplaces were also found to retain 
employees overall, regardless of their strength of ability in the workplace (Sheridan, 
1992). 
Another factor that has been identified as playing into employee retention is 
workplace attachment. Riketta and Dick (2005) described workplace attachment as “a 
common label for two closely related concepts: identification and affective (also known 
as attitudinal) commitment” (pg. 491). Research has shown employees have various 
reasons for committing to one workplace over another (Brown & Yoshioka, 2003; 
Kuipers, 2009; Riketta & Dick, 2005; Sheridan, 1992). Some reasons are organizational 
goals, location, community among employees, and organization culture. Further, studies 
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have found strong attachments were formed due to relationships to workgroups or co-
workers (Kuipers, 2009 Riketta, & Dick, 2005).  
Beyond corporations, employee retention research has also been done in non-
profit based organizations (Brown & Yoshioka, 2003). This research focused on the 
motivation levels of employees to remain with a company based on the mission 
statement. Researchers concluded there were three main factors that influence employees 
to remain with their non-profit workplaces (1) awareness, (2) agreement, and (3) 
alignment. If employees clearly understand the company’s mission, they feel the purpose 
of the company has good value and purpose, and that the purposes line up with their 
personal belief system, the employees are much moreapt to remain with that company if 
all three factors are present (Brown & Yoshioka, 2003).  
Employee retention has been studied in a variety of companies and workplaces, 
but has scarcely been looked at in the camp setting, particularly in the retention of camp 
counselors. A study was done in 1983 on job satisfaction of returning camp counselors 
(Becker, 1983). However, it did not address camp staff retention through the lens of place 
attachment or emerging adulthood. Most recently, a study was done focusing on camp 
counselors and their influence to return to camp based upon their sense of community 
(McCole, Jacobs, Lindley, & McAvoy, 2012). This study concluded that counselors were 
more apt to return to camp if their sense of community within their camp was strong. The 
implications of this study show that there could be other viable factors influencing 
employee retention of camp counselors.  
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Camp 
 According to the American Camp Association (ACA), over 1.2 million people are 
employed each year as counselors, waterfront, kitchen staff and other roles in order to 
provide the best camping experience for the campers (ACA, 2012). Camps provide the 
structure and positive environment for youth development through the tasks of their 
counselors. The position of camp counselor puts staff members in the role caretaker of 
the campers (Loveland, Gibson, Lounsbury, & Huffstetler, 2005). Counselors become the 
pseudo-parent while children are at camp. Camp staff encompasses those whom take on 
valuable jobs of maintenance or kitchen work. Garst et al. (2011) supported this idea by 
discussing the importance of kind, responsible adults as a key part of the positive youth 
development process. At camp, there are cultural norms established by:  
…behavior expectations posted around the camp property, and the ways that 
camp personnel demonstrate consistency and commitment o the camp policies. 
Camps establish norms through staff recruitment and training programs that teach 
staff how to model the camp’s desired norms (Garst et al., 2011, pg. 77). 
 Although counselors are vital to the youth development of campers, there has 
only been a limited amount of research that explores th  impact the camp experience has 
on college-aged employees. Some research has shown many of the benefits campers 
experience while at camp are also found in the staff (Carter & Kotrlik, 2008; Dahl, 2009; 
DeGraaf & Glover, 2003; Henderson, Whitaker, Bialeschki, Scanlin, & Thurber, 2007; 
Johnson, Goldman, Garey, Britner, & Weaver, 2010). Understanding motivations of 
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counselors returning to camp will aid camp directors in retaining more staff from year to 
year, therefore strengthening their camp program (Byrnes, 2004).  
In an assessment of camps, the ACA (2011) said there is a 50% staff retention rate 
in approximately 48% of camps surveyed about staff. Even though retention rates are 
reported by camps, the reasoning behind them are sccely discussed or studied (Johnson 
et al., 2010). Counselors provide the backbone of camp through supervision, energy, 
activities, and bringing life to camp (Garst et al., 2011; Johnson et al., 2010). Keeping 
well-trained counselors is important to camps to keep the “mission” of camp alive 
(Byrnes, 2004).  
 In a study by DeGraaf and Glover (2003), discovered former camp staff members 
that had been away from camp for a number of years we e interviewed. Counselors 
discussed how the camp experience still had major implications on their life in how they 
might parent, choose a job, or conduct themselves in veryday life. Even twenty-five 
years away from camp, some of staff noted a smell or sound instantly took them back to 
the camp at which they worked (DeGraaf & Glover, 2003). Since returning counselors 
provide an important role on youth development for campers, understanding the 
motivations behind camp counselors’ retention is important. 
Emerging Adulthood 
The vast majority of camp counselors employed at various camps across the 
United States are between the ages of 18 and 25. This developmental stage is known as 
emerging adulthood (Arnett, 2000, 2006, 2007; Bynner, 2005; Schwartz, Côté, & Arnett, 
2005). Arnett developed the idea of emerging adulthood from a commentary by Erik 
 14
Erikson (1968). Erikson discussed the changes in developing adolescence and young 
adulthood by saying:  
Rapid technology changes make it impossible for any traditional way of being 
older to be come so institutionalized that the younger generation can step right 
into it or, indeed, resist it in a revolutionary fashion. Aging, for example will be 
(or already is) a quite different experience for those who find themselves 
occupationally outdated for those who have somewhat more lasting to offer 
(Erikson, 1968, pg. 38).  
While Erikson (1968) did not solidify the idea of em rging adulthood, he recognized a 
shift in culture was driving a change in the psychological development of youth.  
 Arnett took this idea and expanded on it to develop this concept of emerging 
adulthood. According to Arnett (2006), individuals ged 18 through 25 are in between 
adolescence and young adulthood. Often, they are out of their childhood homes for the 
majority of the time living at college, but have yet to become fully independent. 
Emerging adults are usually, but not always, categorized by members that are in college 
or have gotten a higher degree and are no longer living at home (Arnett, 2000, 2006, 
2007; Brynner, 2005).  
Arnett (2000, 2006, 2007) contended emerging adulthood is a unique stage in 
development during which time they explore their independence and view on life. They 
are often caught in a limbo between the adolescence a d adulthood. Emerging adulthood 
presents opportunity for exploration on life, love and belief systems. Emerging adults 
often change their majors and/or seek new experiences such as traveling, sexual practices, 
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drinking, various vocational opportunities, and many other changes could take place 
during this developmental stage (Arnett, 2006).  
Emerging adulthood is strongly influenced by cultural norms and demographics. 
Bynner (2005) supported Arnett in finding that industrialized nations such as England, 
Germany, and the United States typically have a more pronounced emerging adulthood 
population than countries that are not fully industrialized. Having increased access to 
education and technology may influence these characteristics in the young generations 
(Arnett, 2000, 2006, 2007; Bynner, 2005). In most industrialized countries such as the 
United States, Canada or Germany, it is often expected once a teenager graduates high 
school he or she will move onto gaining further education or a job that will lead them into 
a career (Arnett, 2000).  
Over the past century, the United States has seen a major shift during the years 
post high school in a person’s life (Arnett, 2007). Between the 1960’s and the 1990’s the 
average age of marriage rose by almost four years for both men and women; from 23 to 
27 for men and from 20 to 24 in women (Arnett, 2006). An increased rate of men and 
women seeking degrees in higher education was in large part the major reason why the 
median marrying age rose (Arnett, 2006). People would “now wait until at least their late 
20’s to marry and have their first child is that they are focused before that time on 
obtaining higher education and then finding a desirable occupation” (Arnett, 2006, pg. 6).  
Emerging adulthood is subjective in the sense that emerging adults vary in their 
personal view themselves in their progression to adulthood (Arnett, 2000; Arnett, 2006; 
Brynner, 2005; Schwartz et al., 2005). Arnett (2000) found “accepting responsibility for 
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one’s self, making independent decisions, and becoming financially independent” (pg. 
473) were the top three reasons given if a person was to believe themselves to be an 
adult. According to the theory, emerging adults have not accepted these responsibilities 
for themselves and are therefore still growing into, or emerging into, adulthood.  
Emerging adults are willing to try out unique employment and educational 
opportunities (Arnett, 2000). For example, Arnett (2000) discussed short-term 
volunteering opportunities are popular during this developmental stage. He goes on to 
state: “emerging adults may also travel to a different part of the country or world on their 
own for a limited period, often in the context of a limited term work or educational 
experience” (Arnett, 2000, pg. 474).  
Summer camps are typically based on an academic schedule and provide 
opportunities for new experiences and exploration of self in the process that it fits within 
the idea of a short term work experience for emerging adults (Arnett, 2000; Arnett, 
2006). Arnett (2000) also noted during this time, emerging adults are more apt to take on 
jobs that will prepare them for future careers. This concept of job preparation was 
represented in a study researching the lasting impacts of working at a 4-H camp had on 
its counselors (Digby, 2005).  Research conducted on former counselors, ranging in ages 
17– 24, allowed the participants in the study to discuss the impacts of working at the 4-H 
camp had on their lives and career paths (Digby, 2005).  
The concept of acquiring new skills while working at c mp was supported by 
Johnson et al. (2010): “…the moratorium environment available in the camp bubble 
seems to be especially well suited for the developmental tasks of emerging adults” (pg. 
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288). The researcher went on to explain being a camp counselor allowed them to have 
experiences to both play like children and to take on the responsibilities of an adult due to 
their parent-like roles as counselors (Johnson et al., 2010). In short, the camp 
environment fosters the growth and development of camp counselors by allowing them to 
be comfortable in the life stage of emerging adulthood. 
The Role of Summer Camp in Emerging Adulthood Development 
While the primary focus of camps is ultimately the w ll being of campers, 
counselors have the opportunity for transformation as well. A study done by Johnson and 
colleagues (2010), found “counselors recognized and discussed the role that being at 
camp had played in their identity development” (pg. 292-293). Former camp counselors 
believed past employment at camp had a direct connectio  in developing their “planning, 
decision making, communication and teamwork” skills (Garst et al., 2011, pg. 82). Being 
a member of a camp staff gives young adults the opportunity to learn through hands on 
experience (Garst, Franz, Baughman, & Peters, 2009). 
 Further, skills gained by camp staff members were found to last beyond the time 
during camp (Dahl, 2009). A study done at a 4-H camp in Louisiana suggested 
counselors believed they gained knowledge and abilities they would be able to apply to 
their lives outside of camp (Carter & Kotrlik, 2008). The counselors responded how they 
made advancements in building positive relationships, teamwork, and social skills, adult 
networks and social capital from working at camp (Carter & Kotrlik, 2008; Digby, 2005). 
Waskul (1998) contended counselors often saw a change in themselves such as accepting 
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others’ differences, acquiring skills for work and school, and gaining increased self-
esteem because of their experiences while at camp.  
Camp has a clear, lasting impact on counselors, and returning counselors offer a 
wealth of knowledge, experience, and commitment to camp (Byrnes, 2004; Dahl, 2009). 
By increasing counselor retention at camp, it is posible that not only will the mission and 
energy at camp increase, but so will the long-term benefits for counselors. Emerging 
adulthood further explains could be enticing to this age group because camp is a short-
term employment opportunity while providing life long skills (Arnett, 2000). Learning 
leadership, teamwork, communication, and many other benefits from working camp help 
prepare emerging adults for the job market, therefore helping them on their path to 
becoming adults (Carter & Kotrlik, 2008; Digby, 2005). Camp allows for a balance 
between kid-like play while at the same time taking o  adult responsibilities of caring for 
campers (Johnson et al., 2010). For camp administrators, understanding all of these 
factors that influence emerging adults, may helpful in retaining more counselors from 
summer to summer.  
Attachment to Camp 
Counselors often provide a unique viewpoint about the camp experience. Johnson 
et al. (2010) sought to understand the growth of counselors’ personal identity while 
working at various summer camps across the United Sates. In many of the interviews 
conducted, the phrase “camp bubble” was used by several of the participants. From 
follow up questions about the concept of a “camp bubble,” Johnson et al. (2010) 
concluded several central concepts produced the idea of a ‘camp bubble” which include: 
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“1) the physical and psychological separation of camp, (2) its organizational structure, (3) 
camp traditions, (4) camp activities, and (5) the establishment of a camp culture built 
around acceptance” (pg. 269). The previous ideas point to an attachment or bond to camp 
because of the unusual environment camp has. The idea of the “camp bubble” was 
reflected in another study done at an outdoor camp in Minnesota (Waskul, 1998). Many 
of the counselors referred to separation, traditions, a d acceptance as major factors 
affected them during their time as a counselor (Waskul, 1998).  
The uniqueness of the world of camp was also addressed by interviewing former 
camp counselors that had been away from camp for an extended period of time. 
Bialeschki and her colleagues (1998) asked them to reflect upon their experiences at 
camp (Bialeschki, Dahowski, & Henderson, 1998). Similarly, DeGraaf and Glover 
(2003) commented, 
…the physical nature of camp served as its own distinct world, separate and 
unique from the outside world. Respondents refereed sp cifically to the departure 
from the day-to-day routine of life, and the ability to engage in activities different 
from those found the ‘normal world’, (pg. 14).  
In addition, the DeGraaf and Glover (2003) identified a “strong loyalty” of the staff 
members to the camp, despite being away from camp for an extended period of time. The 
article pointed out by discovering what the long term benefits are from working at camp 
will give camp directors another tool to use in order to recruit and retain staff members 
(DeGraaf & Glover, 2003).  
 20
 The research demonstrates the idea of camp as a treasured place is a common idea 
among camp staff. Feelings of connectedness are pres nt a few months to several years 
after experiencing the role of a camp counselor. The “camp bubble” illustrates how 
counselors can identify that the camp itself provides a different environment (Johnson et 
al., 2010). Within the confines of the camp, there xists a different atmosphere and 
culture than the outside world.  
Despite the findings that suggest that attachment is a pivotal part of the counselor 
experience, limited research has been done exploring how the attachments manifest, 
toward the goal of informing camp directors how to retain counselors from year to year 
(Bialeschki et al., 1998; DeGraaf & Glover, 2003; Garst et al., 2009; Waskul, 1998). 
Counselors are an essential part of the function of any summer camp program. They 
provide the supervision, leadership and energy that better serves camp (Byrnes, 2004). 
Place attachment theory (Beckley, Stedman, Wallace, & Ambard, 2007; Hidalgo & 
Hernandez, 2001; Kyle, Mowen, Tarrant, 2004; Manzo, 2006; Milligan, 1998; White & 
Green, 2010) has the potential to clarify one of the reasons why camp counselors are 
drawn back to camp for more than one summer of employment. 
Theory of Place Attachment 
From the concept of the “camp bubble” and along with the connections former 
camp counselors still feel to their camp long after th y leave, place attachment theory 
(PAT) may explain these connections (Bialeschki et. al, 1998; DeGraaf & Glover, 2003; 
Johnson et al., 2010). Place attachment theory discuss how and why people develop 
emotional bonds to a physical place (Beckley, et al. 2007; Hidalgo & Hernandez, 2001; 
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Kyle, et al., 2004; Manzo, 2006; Milligan, 1998; White & Green, 2010). Typically, these 
attachments form because of interactions with a specific place. PAT has various sub-
dimensions that allow the theory to envelope the diff rent types or reasons individuals 
have to form bonds to a physical place. These sub-dimensions include place identity, 
place dependence, social bonding, and affective attachment (Kyle, et al., 2004).  
 The first two components of place attachment are place dependence and place 
identity. Place dependence explains an individual’s bond with a place due to their 
interaction and fulfillment they get from a place. For instance, a person may find a 
specific lake to be special to them because of the large variety of fish the lake contains 
and therefore offers a good fishing experience (Williams & Roggenbuck, 1989; Kyle, in 
print). Where as place identity looks at the indiviual’s personal identity formation within 
that location. Continuing with the lake example, a different individual may have spent 
hours fishing on this same lake learning patience, or responsibility and those experiences 
had a profound impact on their identity. The same lak  hold different meanings for two 
different people, but they both have an attachment to that lake (Kyle, in print). 
 Affective attachment is another construct of PAT. The positive feelings associated 
in and for a specific place are typically cultivated due to a person’s bond and interaction 
within the certain space (Jorgensen & Stedman, 2001). This was found to be true in a 
study analyzing homeowner’s of lakeshore property (Jorgensen & Stedman, 2001). The 
more positive feelings a person had about their property the greater their attachment to it. 
Another example of this is a positive home environme t. If an individual had loving, 
nurturing environment growing up, their attachment to their childhood home will be 
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strong (Milligan, 1998). Other examples may included places such as favorite vacation 
spots or national parks as places that may hold positive feelings or memories (Williams, 
Patterson, & Roggenbuck, 1992). Additionally, peopl that exhibit homesickness is 
another behavior that illustrates place attachment (Scannell & Gifford, 2010). The 
affective attachment an individual holds to a location influences their connection to the 
place.  
 The final part of place attachment is the social bonding dimension. Bonds 
between people often strengthen the attachment due to communication, support, and 
interpersonal relationships formed in a particular environment (Inalhan & Finch, 2004; 
Pretty, Chipuer, & Bramston, 2003). Hildalgo and Hernandez (2001) found that social 
attachments were stronger than physical attachments; however the two constructs most 
often depend on one another. This was also addresse in a study analyzing uses of 
Cleveland city parks, authors wrote that:  
“If meaningful social relationships occur and are maintained in specific settings, 
then it should also be likely that these settings share some of this meaning given 
they provide the context for these relationships and shared experiences” (Kyle et 
al., 2004, pg. 443).  
Social bonds within the context of the place allow f r attachments to be made because the 
setting in which social bonds are cultivated are lik ly just as important as the social 
interactions itself (Scannell & Gifford, 2010). 
Attachment to place can be generated through an emotional experience within a 
setting. These experiences can be through a short lived experience that a person deems as 
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profound or cultivated over the long term such as living in one place for an extended 
amount of time (Hidalgo & Hernandez, 2001). Research that has been conducted on 
camps discusses the memories and emotions counselors had tied to camp. Time at camp 
may only last for a couple months, perhaps even less, but it is clear that the place of camp 
holds attachments for many former counselors (Bialeschki et al., 1998; DeGraaf & 
Glover, 2003; Johnson et al., 2010).  
Theory of Planned Behavior 
 While place attachment may play a role in the reasoning behind counselor’s bond 
to camp, the theory of planned behavior (TPB) provides insight into the decision making 
process on whether to return or not. The TPB consider  an individual’s thought process 
about whether or not they will carry out an action. According to Ajzen (2002), various 
factors called behavioral beliefs, normative beliefs, and control beliefs influence the 
decision making process. Ajzen (2002) describes as the factors as:  
…beliefs about the likely consequences or other attribu es of the behavior 
(behavioral beliefs), beliefs about the normative expectations of other people 
(normative beliefs), and beliefs about the presence of factors that may further or 
hinder performance of the behavior (control beliefs)” (pg. 665).  
The dynamics of the decision making process are vital to consider when evaluating if a 
camp counselor intends to return to camp for the following summer.  
 The theory of planned behavior has been used to predict employment in the health 
care system in the Untied Kingdom. By using a variety of variables including intention, 
attitude, subjective norms or opinions, perceived bhavioral control, identification with 
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the specific employment, and moral obligation they were able to conclude that the theory 
of planned behavior was a viable measure if the perceived outcome action of the study’s 
participant went ahead with their employment (Arnold, 2006). From these findings, it is 
clear that occupational choices can be somewhat measur d through the theory of planned 
behavior. However, this theory has yet to be applied to a counselor’s decision to return to 
camp the next summer.  
Summary 
 Employee retention is an important subject for many companies and businesses, 
even the organized camp industry. Counselors that return to camp for more than one 
summer of employment offer great leadership, enthusiasm and knowledge to a camp’s 
staff. Because these counselors often fall in the em rging adult phase of life, there are 
developmental and life changes occurring that could inf uence a decision to work camp 
for more than one summer in a row. Place attachment could be one of those influence and 
because of the lack of research into this field of study, understanding those influences 
could provide a useful resource to camp directors and administrators.   
 The purpose of this research is to find if there is a relationship between a 
counselor’s place attachment to camp and an increased intent to return to that camp for 
another summer of employment.  
Hypothesis 1: There will be a positive relationship as the number of years a counselor has 
worked at camp increases; so will their level of place attachment.  
Hypothesis 2: There will be a positive relationship as a camp counselor's level of place 
attachment increases; so will their level of intent to return to camp next summer.  
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Hypothesis 3: The demographics of age and gender will play a role in the relationship on 
place attachment and intent to return.  
a. There will be a negative relationship between the ag  of the counselor and 
their intent to return. 























 The purpose of this research is to find if there is a relationship between a 
counselor’s place attachment to camp and an increased intent to return to that camp for 
another summer of employment. Studies on camp counselors have shown that counselors 
have loyalty to the camp they were employed at years after being away from that 
particular camp (Johnson et al., 2010). However, there as not been a study exploring 
what encourages retention among counselors. This study examines the role of place 
attachment to a camp in a counselors’ intention to re urn. A quantitative survey will be 
used to determine the relationship between a camp counselors place attachment to camp 
and their intent to return for another summer of work. The methods for this study will be 
presented in three parts: 1) Sample Recruitment and Data Collection, 2) 
Operationalization, and 3) Data Analysis.  
Sample Recruitment and Data Collection 
The subjects for this study were recruited through a collaboration between the 
researcher and the American Camp Association (ACA). The ACA selected and provided 
the researcher with a list of 50 residential summer camps with contact information of 
someone employed with each camp.  The researcher initially contacted the camps 
through camp directors or administrators via email, describing the study and requesting 
the help of the camp to contact their counselors and staff who worked during the summer 
of 2012. The researcher also recruited camps throug phone calls to camps in order to 
recruit more camps to participate in the study. Once a representative from the camp 
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replied back to the initial email showing interest in he study, the researcher further 
explained the study. In order to establish a respone rate, the researcher requested the 
participating camps provide the number of counselor they would be emailing. An 
appropriate response rate for this study would be 53%, based upon prior research using 
online surveys of camp counselors (McCole et al., 2012).  
After this information was collected, the research provided a short email to the 
camp representative to send to their summer staff. This email for the summer staff 
contained a summary of the research and a link to the online survey through 
SurveyMonkey.com. The camp representative then forwarded the email and link to their 
2012 staff and the staff members could then choose to participate in the study. As an 
incentive for counselors to participate, counselors c uld opt to include their email at the 
end of the survey to be entered in a drawing for one f three, $25 Visa gift cards. Study 
participants were delimited to those having finished at least one summer of employment 
at camp during the 2012 summer. The sample size goal was approximately 300 
participants. Study participants will be between the ages of 18 to 25 to reflect those who 
are a part of the emerging adulthood age range (Arnett, 2000). Participants also need to 
have worked during the 2012 summer at camp. A totalof 859 counselors were emailed 
and 223 questionnaires were completed making the response rate to 25.9%.  
Operationalization 
Data was collected by means of a self-administered questionnaire consistent of 




Demographics and Camp Experience  
Participants were asked their age, gender, current occupation, employment outside 
of camp, and how many summers they have worked at that camp. Survey participants 
were not asked to provide any identifying factors that would affect their privacy or 
impact their employment status at their camp.  
Place Attachment 
Place attachment was measured using a modified version of the Place Attachment 
Scale (PAS) developed by (Kyle et al., 2004). The PAS was designed to measure an 
individual’s attachment to a specific location. For this study, Kyle and his collegues 
measured the attachment to Cleveland Metroparks throug  the parks users. The scale 
consists of four subscales: (1) place identity, (2) place dependence (3) affective 
attachment and (4) social bonding.  
The PAS was modified to fit the scope of the study. The questions were based 
upon a 5-point Likert-type scale from “Strongly Disagree” (1) to “Strongly Agree” (5) 
will be used. The original scale contained the following examples of each of the place 
attachment subscales: “I enjoy visiting Cleveland Metroparks more than any other sites. 
(place dependence). I am very attached to Cleveland Metroparks (affective attachment). I 
feel Cleveland Metroparks is a part of me (place identity). If I were to stop visiting 
Cleveland Metroparks’ sites, I would lose contact with a number of friends (social 
bonding)” (Kyle et. al, 2004, pg. 446). For the puroses of this study, questions were 
modified to fit the scope of the study. For example, in the original scale, the question 
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was” I feel Cleveland Metroparks is a part of me” has been modified to “ I feel that camp 
is a part of me” will be implemented. The changes to the scale were reviewed by Kyle 
(personal communication, July 16, 2012) to establish content validity.   
Kyle et. al (2004) reported internal consistencies for each subscale with 
Chronbach’s alpha’s between .63- .90. When this original scale was used, each of the 
subscales were found to have the following reliabilties: place dependence α= .90, 
affective attachment of α= .84, place identity α= .81, and social bonding α = .63 (Kyle et 
al, 2004). For this study, Cronchbach’s alphas for overall place attachment and each of 
the subscales were found to be overall place attachment α = .87, place dependence α = 
.63, place identity α = .89, social bonding α = .57, and affective attachment α = .84.  
Intent to Return 
 Items that focused on intent to return to camp were based upon intention scales 
used in theory of planned behavior studies (Becker, Randall, & Riegel, 1995; Rhodes & 
Courneya, 2003; Terry, Hogg, & White, 1999). In each of these studies, three questions 
were used based on a Likert –type from scale where 1 is “extremely unlikely” and 7 is 
“extremely likely.” For example, Becker and colleagues (1995) used the following 
questions:  
(1) I intend to be on time to work every shift that I work.  
(2) How likely is it that you will be on time to work ev ry shift that you work?” 
(3) I very much want to be on time to work every shift that I work” (pg 624-625). 
Becker (1995) reported internal consistencies for each subscale with Chronbach’s alpha’s 
between .63 - .83. The questions were modified to fit the scope of the study as follows:  
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(1) I intend to work at camp next summer.  
(2) How likely is it that you will work for camp next summer?  
(3) I very much want to work for camp next summer.  
The same 7- point Likert-type scale ranging from 1 is “extremely unlikely” and 7 is 
“extremely likely” was used in this study. For this study, Chronchbach’s alpha for this 
study was found to be α = .89.  
Data Analysis 
 Data was analyzed using a statistical analysis program, SPSS 20.0. For the first 
hypothesis: There is a positive relationship as the number of years worked at camp 
increase; so will the level of place attachment, a linear regression test was used. Since the 
independent (number of years worked) and dependent (level of place attachment) 
variables were on an interval scale, data analysis using a regression test will be utilized. 
The second hypothesis proposes there will be a positive relationship in the level 
of place attachment among counselors who intend to return to camp next summer. Since 
the second hypothesis had independent (place attachment) and dependent (intent to 
return) variables, this hypothesis was again tested using a regression test because each 
variable were based on an interval scale. 
For the final hypothesis, each sub-hypothesis were analyzed differently according 
to their variable. A linear regression test was used to find the relationship between age of 
the counselor (independent variable) and intent to return (dependent variable) for sub-
hypothesis 3a. For the sub-hypothesis 3b, the independent variable (gender) and 
dependent variables of intent to return and place attachment was tested using an 
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independent t-Test.  
Summary 
 The purpose of this research is to examine if there a connection between a 
counselor’s place attachment to camp and their intent to return to the same camp for 
another summer of employment. From the survey methods of this study and analyzing the 
data, the hypotheses will be proven or disproven which will allow further insight on 























 The purpose of this chapter is to provide information on the 1) Treatment of the 
Data, 2) Description of the Sample Population, 3) Measurement Scales, and 4) 
Hypothesis Testing.  
Treatment of the Data 
  For this study the data was analyzed using a variety of statistical tests. 
Data was cleaned by eliminating any survey in which the survey respondent did not meet 
either the age requirements for this survey, 18 – 25, or their last summer worked at camp 
was prior to 2012. Missing data items were removed responses that were less than one. 
The data set was coded for each question and/or scale and the scales were tested for 
internal reliability. One item within the Place Attachment Scale was recoded because it 
was originally negatively coded. Statistical significance was determined using a .05 level 
for all tests. A total of 223 surveys were collected. Some (n=51) surveys had to be 
eliminated because the participant did not meet the age and employment delimitations 
established for the study. Following this treatment, the statistic test had an n of 172. 
Description of the Sample Population 
The mean age of the participants was 20. Each age level was represented in this 
sample. Each subject indicated they were either a counselor or activity specialist at the 
camp they worked during the summer of 2012. Study participants were asked various 
questions about their camp history. The mean age of survey participants was 21. Over 
half, 66.3%, of the sample population was female. On average, respondents had worked 
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at camp for 2 years. For this study, camp sessions were on average 8 – 10 days in length 
and counselors were at camp for a mean of 7 weeks in the summer. A total of 133 survey 
participants attended camp between the ages of 5 and 18. Of that 133, 44.8% said the 
camp they work at is the camp they attended as a child. A breakdown of the study 
participants’ demographics and their camp history is provided in Table 4.1. 
Table 4.1 Demographic Profile of Participants and Their Camp Experience 
Demographic Information Frequency Percentage 
Gender (n = 172)    
Male 56 33.7% 
Female 114 66.3% 
   
Age (n = 172)    
18 22 12.8% 
19 29 16.9% 
20 32 18.6% 
21 24 14.0% 
22 27 15.7% 
23 24 14.0% 
24 8 4.7% 
25 6 3.5% 
How many years did you work at 
the camp from which you 
received this survey? (n=172)  
  
1 65 37.8% 
2 39 22.7% 
3 34 19.8% 
4 22 12.8% 
5 8 4.7% 
6 3 1.7% 
7 or more years 1 .6% 
Were you a camp counselor 
(looks after the care and 
supervision of the campers while 
at camp)? (n = 172) 
  
Yes (1) 161 93.6% 
No (2) 11 6.4% 
Where you an activity specialist 
(leader or instructor of activities 
at camp, ex: archery, canoeing, 
arts and crafts, lifeguard, etc.) at 
your camp? (n = 172) 
  
Yes (1) 113 65.7% 





Table 4.1 Demographic Profile of Participants and Their Camp Experience 
Demographic Information Frequency Percentage 
Did you attend a camp between 
the ages of 5 and 18? (n = 172) 
  
Yes (1) 133 77.3% 
No (2) 39 22.7% 
   
Follow up to question above: 
If you answered “yes” to, is the 
camp you worked at the same 
camp you attended?  
(n = 134)  
  
Yes (1) 77 44.8% 
No (2) 57 33.1% 
At the camp where you worked, 
how many days did a camp 
session last?  
(n = 172) 
  
3 -4 3 1.7% 
5 15 9.3% 
6-7 73 42.4% 
8-10 13 7.6% 
11 – 14 46 26.7% 
15-21 1 .6% 
22+ 20 11.6% 
How many weeks were you at 
camp? This included training and 
when campers were at camp. 
Round up to the nearest week. (n 
= 172) 
  
1 21 12.2% 
2 13 7.6% 
3 1 .6% 
5 8 4.7% 
6 4 2.3% 
7 12 7.0% 
8 20 11.6% 








This study found independent response for place attachment ranged from 2.44 to 
5.00 out of a possible score of 1.00 to 5.00, where 1.00 represented the lowest level of 
place attachment. The overall place attachment scale had a mean of 66.38, place 
dependence scored a mean = 15.95, place identity had a mean = 17.89, social bonding’s 
mean = 14.67, and affective attachment 15.04. Reliability, mean, standard deviation and 
distributions are represented in Table 4.2. 






















Place Dependence α = .63 
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working at camp 
























      
 36






















Place Identity α =.89 
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Social Bonding α = .57 
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Affective Attachment α = .84 
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I have little, if any, 
emotional 
attachment to camp 














        












For intention to return, an overall scale was develop d from independent 
responses ranging from 1.00 to 7.00 out of a possible 1.00 to 7.00. The reliability, mean, 
and standard deviation are represented in Table 4.3. 
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** Legend: SD = Strongly Disagree; N= Neutral; SA = Strongly Agree; M = Mean St. D = 
Standard Deviation  
 


























How likely is it 
that you will 
work at the 

















** Legend: EU = Extremely Unlikely; N = Neutral; SA = Strongly Agree; M = Mean St. D = 
Standard Deviation 








 The first hypothesis for the study proposed that te data will show a positive 
relationship as the number of years a counselor has worked at camp increases; so will 
their level of place attachment. To analyze this hypothesis, a simple linear regression 
analysis was performed with number of years worked at camp as the independent 
variable and place attachment as the dependent variable. The number of years worked at 
camp was determined to be 2.36 years for this sample population. The mean score for 
place attachment was found to be 4.14.  
Results of the regression showed that there was a significant relationship between 
the number of years a counselor has worked at camp and their level of place attachment 
(P=>.001). The test assessed changes in the dependent variable of place attachment, 
based on a standard change in the independent variable of years worked at camp. A 
summary of these findings are listed in Table 4.4. 
Table 4.4: Summary of Regression Analysis for the Relationship between Number of 
Years Worked at Camp and Place Attachment 
Variable  B p-value Beta 
(Constant) 3.84   
Years Worked at 
Camp 
.13 < .001 .343 
Place Attachment    
R = .343; R2 = .118 *p = < .001; DV = Place Attachment  
 
 The second hypothesis proposed that the data will show a positive relationship 
between a camp counselor's level of place attachment and their level of intent to return to 
camp. This hypothesis was also tested using a linear regression using place attachment as 
the independent variable and intent to return as the dependent variable. Place attachment 
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mean = 4.14 with a standard deviation of .52 and the mean score of intent to return = 5.52 
with a standard deviation of 1.75. As a counselor’s level of place attachment increased by 
one unit, intent to return rose by 1.3. A summary of this hypothesis test can be found in 
Table 4.5. 
Table 4.5: Summary of Linear Regression Analysis for the Relationship between Place 
Attachment and Intent to Return 
Variable B p-value Beta  
(Constant)  .048 .963  
Place Attachment 1.322 < .001 .393 
Intent to Return    
R = 393; R2 = .154; *p = <.001; DV = Intent to Return  
 
For the third hypothesis, we predicted that age and gender will play a role in the 
relationship between on place attachment and intent to return, proposing two sub-
hypotheses, hypotheses 3a and 3b.  For hypothesis 3a, we predicted a negative 
relationship between the age of the counselor and their intent to return. This hypothesis 
was analyzed using a simple linear regression using age as in independent variable and 
intent to return as the dependent variable. The mean age was found to be 4.8 with a 
standard deviation of 1.93. Means were calculated for age using 1 – 9; 1 = 18, and 9 = 25. 
Descriptive statistics for intent to return the mean = 5.51 with a standard deviation of 
1.76. Intent to return was evaluated on a 7-point scale.  
 The findings for hypothesis 3a suggested no relationship between a counselor’s 
age and their intent to return. The B constant was determined to be 5.38 while age had a 
B of .028 and a β = .030. This linear regression test found that R = .030, R2 = .001, and p 
= .699. For the second sub-hypothesis, an independent t-Test was conducted to test 
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hypothesis 3b in which gender was the independent variable and intent to return and 
place attachment was the dependent variable. There was not a significant difference 
between genders for intent to return or place attachment. Results of the independent 
samples t-Test are presented in Table 4.6.  
Table 4.6: Independent t-Test Analysis for the Relationship Between Survey 











Intent to Return 5.47 5.53 1.804 1.743 -.208 .83 
Place 
Attachment 
4.07 4.18 .502 .526 -1.34 .17 
   n/s = not significant  
 
Summary 
 The results of the data analysis demonstrated a relationship between the variables 
in the first and second hypothesis. The number of years worked at camp had a great 
impact on the level of place attachment and place attachment had a significant 
relationship with intent to return on counselors. For the third hypothesis, both sub-
hypothesis showed no significant relationship betwen the demographic variables and 
place attachment or intent to return. The results of hese tests will be further discussed in 












 The purpose of this study was to examine if there is a relationship between a 
counselor’s place attachment to camp and their intent to return to camp for subsequent 
summers of employment. This study also focused on how t e length of employment, or 
number of summers worked at camp, affected counselors’ place attachment levels. 
Finally, this study examined how demographics impact intent to return and place 
attachment. The information in this chapter will be pr sented in the following order: 1) 
Summary of the Procedures, 2) Summary of Findings, 3) Discussion 5) Limitations, and 
6) Implications and Recommendations for Further Studies.  
Summary of Procedures 
The researcher worked with the American Camp Associati n (ACA) to find a 
sample population for this study. From a list provided by the ACA, the research contacted 
50 residential camps via email. The email contained formation about the study and 
requested a response from the camp director if they were interested in participating in the 
study. The camp directors who agreed to pass the study along to their counselors were 
asked to provide the number of staff members who would be emailed so the researcher 
could establish a response rate. After this information was collected, the researcher 
provided the contact person with a short email containing the link to the online survey 
that could be sent to the 2012 summer staff. The link contained information about 
participating in the study, such as possible risks, benefits, and clarification that the 
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counselors’ consent to participate was optional. The survey consisted of three sections: 1) 
demographics and camp experience, 2) place attachment, and 3) intent to return to camp.  
 The total sample consisted of 172 responses. This included males and females, 
ages 18–25 who had worked at camp during the summer of 2012. The place attachment 
scale was modified from its original use to fit thescope of this study (Kyle et al., 2004). 
A scale for intent to return was created for this study by mirroring similar phrases in a 
study that used intention as part of a planned behavior study (Becker, Randall, & Riegel, 
1995).  
Summary of Findings 
 Three hypotheses were established to frame the study. The first hypothesis 
proposed there would be a positive relationship betwe n the counselor’s experience and 
their place attachment: as the number of years a counselor has worked at camp increases, 
so will their level of place attachment. The second hypothesis was that there would be a 
positive relationship between the counselor’s place attachment and intent to return: as a 
camp counselor's level of place attachment increases, so would his or her level of intent 
to return to camp the following summer. The final hypothesis focused on demographics 
of age and gender and their role in the relationship between place attachment and intent 
to return. This hypothesis had two sub-components: a) there would be a negative 
relationship between the age of the counselor and his or her intent to return, and b) there 
would be no relationship between gender and intent to return and/or place attachment.  
The first hypothesis was tested using linear regression, which indicated there was 
a positive relationship between the number of years worked at camp and a counselor’s 
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place attachment to camp within the sample population. A linear regression was also used 
to test the second hypothesis. Results showed that for this sample population, there was a 
positive relationship between place attachment and intent to return. Using linear 
regression, the first sub-component of the third hypothesis found no significant 
relationship between age and intent to return within s sample population. An 
independent T-test was performed to analyze the second sub-component of the third 
hypothesis and it was determined that there was no significant relationship between 
gender and intent to return or gender and place attachment for this sample population.  
Discussion 
 A limited number of studies have looked at the topic of counselor retention in 
camp. One study found that sense of community played  role in counselor retention 
(McCole et al., 2012), while another study looked at job satisfaction among counselors 
and how it impacted retention (Becker, 1983). The present study focused on a different 
element of counselor retention through place attachment and how it impacts counselors’ 
intent to return. The findings provide support to elements of previous studies conducted 
on camp counselors and opens doors for future research.  
 The results showed a strong relationship between place attachment and intent to 
return. This finding is consistent with the camp literature that discusses counselors’ bonds 
to camp many years after they stopped working at camp. Many studies looked at camp 
counselors and how the camp experience impacted them long term (Carter & Kotrlik, 
2008; Dahl, 2009; Digby, 2005; Garst et al., 2009, Johnson et al., 2010; Waskul, 1998). A 
“strong loyalty” of the staff members was identified ven years after no longer working at 
 45
camp (DeGraaf & Glover, 2003).  Camp is also described as a “bubble” in one article 
written by Johnson et al. (2010). It went on to furthe  explain that camp is a different 
world due to its physically separate setting from the rest of the world and its unique 
culture (Johnson, et al., 2010). The article described camps as, “where participants in the 
study had worked were located ‘off the beaten path.’ Being physically far away from 
‘civilization’ certainly contributed to the sense of separation that many counselors in this 
study felt at camp” (Johnson et al., 2010, pg. 269). Garst et al. (2009) supported this 
concept of a bond with camp by explaining how traditions specific to that camp promote 
a counselor’s “connection to the camp community” (pg. 10). If camp is a unique 
environment, then it is possible that this is where the place dependence component of 
place attachment fits within camp. Place dependence focuses on the fulfillment an 
individual gets from a specific place (Kyle, in print; Williams & Roggenbuck, 1989;). 
With the distinct culture of traditions through songs and rituals, counselors’ place 
dependence for camp could be formed because they cannot get those experiences outside 
of camp.  
 This study was also designed to explore if a relationship existed between the 
length of time a counselor was employed at camp and their level of place attachment. The 
data supported this idea and mirrored concepts within the workplace attachment and 
employee retention literature. Employees who had worked longer with a company or 
organization were more likely to stay in that positi n as long as the component of a 
strong social workgroup was present (Kuipers, 2009; Sheridan, 1992). 
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While many employee retention studies have focused on the importance of 
workgroups and/or relationships among employees to retaining staff (Kuipers, 2009; 
Riketta, & Dick, 2005; Sheridan, 1992), the data in this study did not support this notion. 
The social bonding dimension of place attachment within this study had the lowest 
significance level of the four subscales. This outcme was somewhat surprising, 
considering many of the studies conducted on camp counselors identify the importance of 
relationships with one another and with campers as a significant part of the camp 
experience. There are several elements of personal growth outcomes that counselors 
experience from working at camp, such as teamwork, communication, and social capital, 
which are all socially based (Carter & Kotrlik, 2008; Digby, 2005; Garst et al., 2009, 
Johnson et al., 2011). Due to the social aspects of camp being a common finding in 
previous studies focusing on counselors, we expected to see the same phenomenon in this 
study. It is likely the social bonding element was not as important because while the 
relationships and social aspects of camp were common occurrences, specific relationships 
or friendships may not be as important as the culture of camp, which drives those 
relationships.  
 This idea that relationships are developed during camp can be related back to the 
specific environment of camp and why it fosters relationships. However, it is possible 
that the items within the place attachment scale used to measure social bonding do not fit 
the scope of this study or that they do not adequately measure social bonding within place 
attachment. Within the original use of the scale (Kyle et al., 2004), the reliability of the 
social bonding subscale was acceptable (α = .63), while the current study social 
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bonding’s reliability was questionable (α = .57). Social bonding looks at the emotional 
attachments formed within a setting of place. Those bonds are then projected onto a 
place, and hypothetically, an attachment forms. It is possible the modifications of these 
scale items were inadequate for the context of this study. Two items used in this scale 
focused on opinions and/or feelings of friends and family. A study conducted by Johnson 
et al. (2010) established that counselors may separate camp friends and non-camp friends, 
saying, “those who were not ‘camp people’ just did not understand” (pg. 270). Survey 
participants may have misinterpreted these items because “friends” did not separate camp 
friends from non-camp friends. The items focusing o friends and family may need to be 
more specific within the context of this study and i clude fellow counselors and/or 
campers to gain a better understanding of the social bonding element occurring at camp.  
 With regards to the findings on the affective attachment sub-dimension of place 
attachment, counselors may bond to camp due to a variety of factors. Counselors have the 
opportunity to behave like kids while still taking on the responsibilities of an adult 
(Johnson et al., 2010). This kid-like play allows counselors to be “ridiculous” while still 
maintaining responsibility for campers and could account for the positive feelings 
associated with camp (Johnson et al., 2010, pg. 290). While the role of counselor adds to 
the affective attachment developed within the counselor , the activities that counselors 
facilitate such as songs, traditions, games, and other rituals may also provide 
opportunities for those bonds to be made to camp. The role of counselor and the 
uniqueness of the camp environment, discussed previously as a factor to counselors’ 
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place dependence in camp, may have similar effects to counselors’ affective attachments 
to camp.  
Emerging adulthood may provide a further understanding of the place identity 
component of place attachment that occurred in counselors. The role as counselor has 
been shown to develop counselors in areas such as teamwork, leadership, 
communication, social networking, and others (Carter & Kotrlik, 2008; Digby, 2005; 
Garst et al., 2009). Place identity focuses on an indiv dual’s development within a 
particular location and how an attachment forms to a specific place because of the 
identity development that happened there (Kyle, in pr t). Emerging adults are described 
as 18-25 year olds who are seeking life changes and self- iscovery (Arnett, 2000). Camp 
may facilitate outcomes such as teamwork, leadership, and communication because of the 
structure imposed by rules and expectations for the counselors, while still providing 
challenges and opportunities for learning and growth through various experiences at 
camp (Carter & Kotrlik, 2008; Digby, 2005; Garst et al., 2009). A previous study stated, 
“the emerging adults in this study described engaging in identity exploration through the 
roles and responsibilities at the camps where they worked” (Johnson et al., 2010, pg. 
389). Since counselors have been shown previously in other studies to be experiencing 
personal development within camp, it might provide insight to why, in this study, the 
place identity subscale had the largest significance value (α = .89) out of the four place 
attachment subscales.  
The third hypothesis for this study predicted that age would have a negative 
impact on intent to return to camp within counselors. Arnett (2000; 2006) discusses that 
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during college, emerging adults will spend their summers seeking out different 
opportunities such as traveling or short-term work experiences that help them prepare for 
a future career. The theory posits that around the age of 25, individuals could begin 
moving into more of an adulthood stage (Arnett, 2000). However, the findings of this 
study suggest that age does not have a significant role in intent to return to camp. It is 
possible that within this sample population there are extrinsic factors that may increase 
counselors’ intent to return, which would explain why age played such a small role. 
While emerging adults may return to the same camp because of its traditions and culture, 
camp also provides a changing atmosphere because the experiences are never the same 
from one summer to the next. Counselors may lead similar activities summer-to-summer, 
but with new staff and campers, the types of experiences change every summer. This may 
explain why the age of counselors does not impact their intent to return. It is also possible 
that the role of a camp counselor perpetuates the emerging adulthood developmental 
stage because enjoying the role of both child and adult s counselors allows them to 
remain in limbo between adolescence and adulthood (J hnson et al., 2010).  
The final hypothesis predicted that gender would not play a role in place 
attachment or intent to return. It was speculated that gender would not impact either 
variable, and from the data of this sample population his remained to be true. Within the 
place attachment literature, findings of overall place attachment levels are not 
significantly different between males and females (Lewicka, 2005; Rollero & De Piccoli, 
2010). Since place attachment does not appear to differ between genders, both male and 
female counselors are equally able to form attachments to camp. 
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Limitations 
 Within the confines of this study, there are limitations that need to be taken into 
account when considering the results. First, the timing of this study may have affected the 
responses of the counselors. Surveys were collected from late November 2012 through 
the end of January 2013. While this is normally the time period during which camps 
begin recruiting staff for the upcoming summer, counselors who were considering 
returning may not have had to make a definite decision about their intentions for the 
upcoming summer yet. Therefore, intent to return may have been measured higher 
because they had not yet actually committed to the reality of going back and were 
speaking purely in terms of intention.  
This study was conducted online, which is another limitation of this research. If 
study participants had any questions about the survey or the study, they were not able to 
talk to the researcher. Once participants agreed to participate in the survey, the survey 
was set up so the counselors were required to answer each question before moving on in 
order to gain a strong survey response. If a participant did not want to answer a specific 
question, they had to choose between answering and opting out of the survey altogether. 
This may have impacted the accuracy of the responses.  
There were some interesting outcomes from the data collected from this sample 
population that may present limitations to this study. Of the total sample population, 
77.3% had attended camp sometime between the ages of 5 and 18. Of that 77.3%, 44.8% 
worked at the camp they attended. This sample population had ties to camp prior to 
becoming an employee. With such a large portion of the sample population of counselors 
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already having had experience at camp, it could be possible those counselors’ 
attachments to camp were already established prior to working at camp. If attachments 
were already present from experiences as a camper, those individuals who moved on to a 
counselor position may have a further influence on their intent to return. 
The sample population is also not an adequate repres ntative sample of the 
counselors that work every summer. While the camps that were contacted were randomly 
selected, not every camp participated. In addition, the counselors who participated in the 
survey may have high place attachment. If a counselor is highly attached to camp, they 
may be more likely to respond to their camp director’s email asking them to participate in 
this voluntary study versus counselors that have low attachment.  
Implications and Recommendations for Further Research 
 The findings of this study have the potential to have an effect on the professional 
camping world. It brings another perspective on why camp counselors return to camp for 
more than one summer of employment. While place attachment is not the only 
contributing factor, it adds another piece to the puzzle regarding a very important piece of 
the camp experience.  
 Other articles on place attachment have made suggetions about how to facilitate 
attachment in tourists (Hwang, Lee, & Chen, 2005; Alexandris, Kouthouris & Meligdis, 
2005). While their recommendations are modeled after increasing tourists to national 
parks and ski resorts, the basic concepts can apply to camps. Hwang (2005) stated, “high 
involvement tourists deeply care about the national parks. Therefore, they become loyal 
visitors” (pg. 154–155.) Increasing involvement forc unselors is one way camp directors 
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can help increase place attachment. Involvement can o cur in a few different ways. 
Providing opportunities for counselors to take ownership in camp through opportunities 
such as brainstorming ideas for new activities or teaching songs, discussing the 
importance of taking care of the physical setting of camp through keeping it clean by 
picking up litter, treating equipment and facilities with respect, and becoming more 
involved with camp, therefore increasing the likelihood of forming place attachment 
(Alexandris et al., 2005). Ownership may be developd by allowing counselors to be 
more involved in the planning of camp and offering opportunities for improving camp 
programming, such as making up activities or songs.  
Another suggestion to increase involvement made by Hwang (2005) was through 
the of use of emails from the camp director or social media, such as a Facebook page that 
highlights current and past images of camp, allowing counselors to connect during the off 
season. Special events could also increase involvement if counselors had the opportunity 
to come back to camp for events such as a winter retreat or spring clean up (Alexandris et 
al., 2005). A specific example of this could be a staff alumni event during the year where 
counselors from current and previous summers could return to camp for a getaway 
weekend. Since camp provides a unique environment by promoting opportunities for staff 
to return during the off season, it may allow their place dependence on camp to increase 
because of the special experiences they have while at camp.  
Sharing experiences is also a way that attachment to camp could be facilitated. 
Hwang (2005) discussed how information about the park should link to tourists’ “life 
experiences” and how this strategy would allow visitor  to build a connection to the park 
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(pg. 152). Returning counselors could share experiences with new counselors and discuss 
how a certain spot on camp holds special meaning to them, or camp directors could allow 
time for counselors to reflect on what place in camp eans the most to them. Current 
counselors could also be asked to reflect on their experiences during camp. Reflecting on 
their experiences within the place of camp may allow c unselors to then have deeper 
meaning attached to the place. One specific example of this may be to develop personal 
goals and evaluations throughout the summer. Counselors may set goals for themselves at 
the start of camp and then review how they are doing in the middle and again at the close 
of camp. This could be done individually or with a fellow counselor or supervisor to help 
provide feedback. If counselors can reflect on their growth while still at camp, they may 
be more likely to attribute the changes to camp and therefore increase the likelihood that 
place identity to camp would form. Further research could be done to evaluate if these 
strategies increase place attachment within counselors. While understanding that place 
attachment impacts intent to return is valuable, understanding how to increase place 
attachment within counselors may provide camp directo s improved ability to increase 
retention rates in summer staff members.  
Affective attachment had the second highest significance level of .83 within the 
place attachment scale. Because these items look primarily at the positive feelings and 
emotions associated with a place, this is important to camp directors. Byrnes (2004) 
discussed a similar concept by explaining various ways that camp directors could make 
their current staff feel valued at camp. Some of the suggestions made included providing 
opportunities like celebrating birthdays, encouraging staff to be creative and take 
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ownership of their camp, and showing appreciation with a nice space to relax or small 
gifts (Byrnes, 2004). If the physical appearance of camp is a welcoming environment and 
its facilities are adequate for conducting the activities of camp, then it is more likely that 
counselors will form attachment (Alexandris et al.,2005).  If a camp director can 
facilitate occasions for increased positive feelings within camp, there could be a greater 
likelihood of affective attachment, and in turn, place attachment may increase.    
Understanding counselors’ place attachment to camp provides insight to how and 
why they are forming bonds to the place of camp. The ot er part of this study was 
looking at their intent to return through the lens of the theory of planned behavior. Since 
this theory provides insight to the thought process of an individual carrying out a specific 
action, it may allow camps to better predict if their counselors will follow through with 
their action of returning to camp (Ajzen, 2002). For the purposes of this study, only the 
intention part of the theory of planned behavior was operationalized. However, there are 
more pieces to this theory that may provide deeper insight to counselors and retention 
rates. The factors, which impact an individuals’ decision-making, include behavioral 
beliefs, normative beliefs, and control beliefs (Ajzen, 2002). Behavior beliefs in 
counselors may present themselves when deciding how returning to camp may impact 
counselors further. Counselors could be utilizing the normative beliefs of other 
counselors and how their fellow staff members may expect them to return to camp or 
what kind of thoughts or feelings of friends and family outside of camp have about their 
return to camp. Control beliefs look at what extrinsic variables may aide or negatively 
impact one’s ability to carry out a decision (Ajzen, 2002). Returning counselors may 
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have to weigh factors such as college classes and finances when deciding to return for 
another summer. While place attachment and intent to return were shown to have a 
relationship in this study, the theory of planned bhavior may help explain counselor 
retention and give further insight into counselor intention, which may help camp 
administrators to better predict retention rates.  
Place attachment may explain why counselors return to camp, and it has the 
potential to build a greater insight of counselor retention for camp professionals. This 
empirical study of place attachment creates further qu stions as to what other roles place 
attachment has for camps. A deeper understanding of why counselors are coming back to 
camp still needs to be answered. Directions for a qualitative study may be necessary in 
order to gain a better understanding of why the place or setting of camp is so important to 
counselors or to uncover other dimensions that might play a role. A qualitative study may 
also provide more information on why social bonding did not play a significant role 
within this study. Place attachment may also be used to better understand why campers 
return to camp, and potentially take on jobs as counselors later on in life.  
For camp administrators, this research has implications for camp as a business. If 
camps can facilitate place attachment within their counselors, there is a possibility that 
staff retention rates could increase. Returning counselors offer experience and leadership 
to camp. For parents/guardians looking for a camp for their children, knowing the 
percentage of returning staff members could be valuable information when choosing a 
camp. A staff with more training and experience reflects a higher quality organization, 
and for parents/guardians, knowing a camp has a high percentage of returning counselors 
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may influence their decision of where to send their ch ld to camp. In addition, camps may 
be able to improve and strengthen programming, which could influence more campers to 
attend and return to camp. This information could eventually prove useful for not only 
retaining but recruiting staff as well. If counselors have a high place attachment to camp, 
which then leads to a higher retention rate, camp administrators may be able to use this 

























































































Camp Recruitment Letter 








My name is Kaitlin Nichols and I am graduate student in the Parks, Recreation, 
and Tourism Management department at Clemson University. I am currently underway 
with my master’s thesis research in which I intend to explore the influences of camp 
counselor retention. I have a specific interest in the role place attachment plays in a 
counselor’s interest to return to camp. My research dvisor, Dr. Dorothy Schmalz, and I 
are working with the American Camp Association, but we need your help, and that of 
other camp directors, to complete the study. 
 
From this research, it is my hope to gain a further understanding of what 
influences camp counselors to return to camp for more than one summer of employment. 
If directors have a better understanding of what motivates counselors to return, there is 
possibility for directors to increase intention rates and therefore create a stronger camp 
program for campers.  
 
We are asking interested camp directors to forward a survey to their 2012 staff. In 
return for your assistance, we will share the results of the research with you, so that you 
can gain some insight into methods of retaining staff. This will involve minimal effort on 
your part. I will need a little information from you about your staff and camp, and for you 
to forward a link to an on-line survey to your staff. Please let me know if you are 
interested and willing to help me with my research! If you are interested, please email me 
and let me know. I will provide you with the survey link and simple procedures for the 
data collection.  
 
We are excited about this project, and believe that i  will provide valuable 
information to camp directors in understanding what contributes to counselor retention. If 
you have any questions about the project, or what your involvement will be if you 
participate, please email (email here) or call me (phone number here). You may also 
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contact my research advisor via phone (864.656.2184) or email (schmalz@clemson.edu) 
if you have any questions or concerns.  
 
Thank you for your consideration, and I look forward to hearing from you!  
Sincerely, 
 
Kaitlin Nichols  
Graduate Student  
Parks, Recreation, and Tourism Management  






































My name is Kaitlin Nichols and I am graduate student in the Parks, Recreation, and 
Tourism Management department at Clemson University. I am currently underway with 
my master’s thesis research. Your camp director has agreed to contact you to be apart of 
my study. As a former camp counselor, I am interestd in understanding what influences 
counselors’ decisions to return to camp for another summer of employment. 
 
Description of the Study and Your Part in It 
 
Dr. Dart Schmalz and Kaitlin Nichols are inviting you to take part in a research study. 
Kaitlin is a Parks’ Recreation and Tourism Management Master’s student at Clemson 
University. Kaitlin is a running this study with the help of Dr. Shmlaz. The purpose of 
this research is to gain more understanding of what influences camp counselors to work 
at camp. 
 
Your part in the study will be to fill out an online survey, the link is provided at the end 
of this email, and answer the questions according to own personal feelings and opinions 
about working at camp.  
 
It will take you approximately 10 – 15 minutes to be in this study. 
 
Risks and Discomforts 
 
There are minimal risks in this research study. Please know that your answers will be 





As a former summer camp counselor, Kaitlin along with Dr. Schmlaz, hope to gain a 
further and better understanding of summer camp counselors and why they work at camp. 
We do not know of any way you would benefit from this research. However, this 




If you choose to participate in this research, you may enter to win one of three, $25 Visa 
gift cards. If you want to enter the drawing, you will be asked at the end of the survey to 
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provide your personal email address so that you can be contacted if you win the random 
drawing. Your email will be kept confidential and will only be used to contact you if you 
win the drawing and will not be used or given out for any other reason than the drawing. 
We would really appreciate your participation in this research.   
 
 
Protection of Privacy and Confidentiality 
 
We will do everything we can to protect your privacy and confidentiality. We will not tell 
anybody outside of the research team that you were in this study or what information we 
collected about you in particular. 
 
We might be required to share the information we colle t from you with the Clemson 
University Office of Research Compliance and the federal Office for Human Research 
Protections. If this happens, the information would only be used to find out if we ran this 
study properly and protected your rights in the study. 
 
Choosing to Be in the Study 
 
You do not have to be in this study. You may choose not to take part and you may choose 
to stop taking part at any time. You will not be punished in any way if you decide not to 
be in the study or to stop taking part in the study. If ou choose to stop taking part in this 




If you have any questions or concerns about this study or if any problems arise, please 
contact Dr. Dart Schmulz at Clemson University at schmalz@clemson.edu. 
 
If you have any questions or concerns about your rights in this research study, please 
contact the Clemson University Office of Research Compliance (ORC) at 864-656-6460 
or irb@clemson.edu. If you are outside of the Upstate South Carolina area, please use the 
ORC’s toll-free number, 866-297-3071. 
 
 
A copy of this form will be given to you. 
 
 
Thank you,  
 
Kaitlin Nichols  
Graduate Student  






Understanding Camp Counselor Retention Survey 
 
 
As you complete the questions below, please answer for the camp from which you 




What is your age:  









____26 and over  
 
 
Gender: Male_______  Female_______ 
 
 
Please check all that apply for your current employment status outside of camp:  
 
____ Full Time Employee  
 
____ Part Time Employee  
 
____ Full Time Student  
 
____ Part Time Student  
 





"We’d like to know about how you view yourself as an independent person. Using the 
scale below, indicate on a scale from 1 through 4, please indicate the answer that best fits 
your response to the questions provided." 
 
  
Never Sometimes Usually Always 
Do you believe 
that you accept 
responsibility for 
yourself? 
1 2 3 4 
Do you believe 




1 2 3 4 
Do you believe 
that you are 
financially 
independent at 
this time?  
1 2 3 4 
Do you feel that you have reached adulthood?  
Yes (1)____   
No (2)____ 
In some respects yes, in some respects no (3)____.  
 
 
Open- Ended Question: 











We would also like to know about your experiences at the camp where you worked, and 
camp in general. When asked about working at camp, please provide the most accurate 
answer to each of the questions below.  
 






_____before 2009 (participants can only choose one) 
 







_____7 or more years  
 
Have you worked at another camp other than the one y u received this survey from? 
Yes (1)______ No (2)_______ 
 
 
At the camp where you worked, how many days did a camp session last?  
_____ 3 – 4  
_____ 5 
_____ 6 – 7  
_____ 8 – 10  
____ 11 – 14  
____ 15 – 21  








How many weeks were you at camp? This time includes training and when campers were 











Were you a camp counselor (looks after the care and supervision of campers while at 
camp)?  
Yes (1) _____No (2)_____ 
 
Were you an activity specialist (leader or instructor of activities at camp, ex: archery, 
canoeing, arts and crafts, lifeguard, etc.) at your camp?  
Yes (1) _____No (2)_____ 
 
Did you attend a camp as between the ages of 5 - 18?  
Yes (1)______ No (2)________ 
 
If yes, is the camp you worked at the same camp you attended?  
















"Next, we would like to know how attached you are to the camp from which you received 
this survey. Indicate on the scale from 1 to 5, to which degree each statement describes 


































Camp is much better suited for camp counselors than 
other camps.  
1 2 3 4 5 
I identify strongly with camp 1 2 3 4 5 
Many of my friends/family prefer this camp over other 
camps.  
1 2 3 4 5 
I prefer camp’s setting and facilities over other camps.  1 2 3 4 5 
My friends/ family would be disappointed if I left camp 1 2 3 4 5 
Camp is a part of me 1 2 3 4 5 
If I were to stop working at camp, I would lose contact 
with a number of friends 
1 2 3 4 5 
I feel camp is a part of me 1 2 3 4 5 
For the job of camp counselor, I could not imagine 
anything better than the settings and facilities at camp  
1 2 3 4 5 
Working at camp says a lot about who I am  1 2 3 4 5 
I feel a strong sense of belonging to camp and its 
settings/facilities  
1 2 3 4 5 
I associate special people in my life with camp 1 2 3 4 5 
I have little, if any, emotional attachment to camp and 
it’s setting/ facilities 
1 2 3 4 5 
I am very attached to camp 1 2 3 4 5 
Because of camp’s setting and facilities, I enjoy 
working at camp more than any other camp 
1 2 3 4 5 
Camp means a lot to me 1 2 3 4 5 
 
Open- ended questions: 











Now we would like to know whether you intend to return to camp next summer. Indicate on the 










I intend to 
work at the 
same camp 
next summer. 
1 2 3 4 5 6 7 
I very much 
want to be 
working at 
camp again 






2 3 4 5 6 7 
 
We would like to know whether you intend to return to camp next summer. Using the scale 













How likely is it 
that you will 
work at the 
same camp 
next summer?  
1 2 3 4 5 6 7 
 
Open Ended Question: 
Please give a brief explanation to why or why not you intend to return to camp next summer:  
 
 
Open Ended Question: 
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